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1. Introduction 
When we look through the history, it is possible to see that humankind has carried out studies and research about 
leadership from different perspectives and in different disciplines over the years. We can find studies focusing, 
among others, on leadership in psychology, sociology, military, politics and management. When we do a basic 
online scholar search with the keyword “leadership”, we can get around 2,000,000 related results. The number of 
studies about or around leadership clearly highlights the importance of the theme for the humankind.  As 
mentioned above, there are multitudes of works about leadership, but yet there are still several virgin fields that 
none of the researchers or thinkers put his/her pen on the paper about. One of these fields is leadership styles used 
in complex art creating projects, specifically leadership styles of choreographers in contemporary dance 
performance projects. Furthermore, the question of whether or not they use one of the leadership styles already 
defined in leadership literature is also yet to be answered. One of the main curiosities that have led the researcher 
to and through this research is the leadership style focused on behavioural complexity of project teams. This 
research aims to bring an understanding of choreographers’ leadership styles used while leading creative 
personalities. Additionally, it intends to see whether choreographers use any of the defined leadership styles from 
leadership literature or if with this research we will be able to add one more leadership style to the literature. One 
of the dancers defines the environment in a dance creating project as “emotional kindergarten”. This cross-cultural 
PhD research project is aimed to understand the leadership styles of choreographers who are the leaders of these 
emotional kindergartens. Preliminary findings of the research from two case studies will be presented in this paper 
with the limitations of the research project. 
2. Background and Case of Action  
2.1.  Leadership: 
“The ability to influence a group toward the achievement of goals” is one of many definitions of 
leadership (Robbins, 2005). The very question of how to do it better has been discussed through the history for 
ages, from Confucius to Plato, from Machiavelli to Lao Tzu (Collinson, 1998; Collinson, Plan & Wilkinson, 
2000). However, as Bass underlines the word “leadership” did not appear until the first half of the nineteenth 
century whereas the English word “leader” has a history going back to the thirteenth century, which indicates the 
evolutionary change in the understanding of leadership through the years. He also mentions that leadership is a 
universal activity evident in the humankind as well as in animal species (Bass, 1990), and that might be the reason 
for leadership being one of the most examined social science phenomena. If we consider the vitality of leadership 
in effective organizational and societal functioning, this result should not be surprising to understand (Antonakis et 
al 2004).   
2.2. Leadership in PM: 
Literature of general management supports this thought by mentioning leadership among management 
success factors. Surprisingly in the project management field this thought has not found its own space yet. 
Although there are several researchers working on this area, it is not as prominent as it is in general management 
literature. There is only a small body of research that examines soft skills in project management (Kloppenborg & 
Opfer, 2002). Dulewich and Higgs, researchers from the project management field, highlight the importance of 
leadership in project management by naming it as one of the keys to a project success, for example project 
managers with outstanding leadership skills are more likely to lead their team to success (Dulewicz & Higgs, 
2005). Some other works indicate the direct relationship between leadership style and emotional intelligence of the 
project leader, with the results of the projects. The research of Scott-Young & Samson (2004) has identified that 
people skills contribute to a project success more than technical issues. Similarly, Verma (1995) indicates that soft 
skills such as communication, teamwork and leadership, are vital parts of effective human resource management of 
projects and necessary to reach success. Likewise Slater touches upon the human factor of leadership from a 
different point of view. Arriving from the definition of leadership, he underlines the fact that leadership indicates 
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an interaction between parties – those who lead and those who follow, so that leaders cannot exist without their 
followers and vice versa (Slater, 1994). As multiple researches underline the importance of leadership for a 
successful project, the question of what kind of leadership can lead our project to success arises. Leadership styles 
can be named as a set of particular behaviours of leaders and they refer to distinctive behaviours adopted by people 
in the leader positions (Campell, et al., 1966). Several authors suggest that leadership style of the project manager 
can vary according to the type of the project that they are leading and that different leadership styles are 
appropriate at each phase of a project lifecycle (Turner & Müller, 2005). Going through all this literature, the 
researcher has been struck by the gap in the field of leadership styles. Almost all those studies above which focus 
on projects and leadership styles hold the frame of project management limited in the business field. 
2.3. Art creating projects: 
On the other hand, the field of project management is not as narrow as most researchers work in. If we 
derive our proposal from the basic accepted definition of a project: “A project is a temporary endeavour 
undertaken to create a unique product, service, or result” (PMI, 2004), we see that the world of project 
management is not as small as drawn by researchers. Especially in the field of arts, the word “project” is 
commonly pronounced whereas “project management” is hardly mentioned. However, when we go back to the 
definition of project, we can easily see that production of a theatre play, movie or dance performance fıt perfectly 
into the definition of project and that they deserve their space in project management discipline whether or not they 
are managed as projects. As Torr Gordon points out, traditional management theory says little about managing 
creativity and creative personalities in an organization (Gordon, 2008:12).  Here with this research, it is also aimed 
to remind this to the art community as well as project management community.  
2.4. Behavioral complexity: 
As the research continues in the field of project management, it is natural to have new definitions and new 
dimensions. It is seen that to manage a project successfully requires taking appropriate managerial actions 
according to the characteristics of the project. Complexity is one of these critical elements. According to the 
observations of Bennett, practitioners feel the need to describe their projects as simple or complex while discussing 
managerial aspects (Bennett, 1991). This can be seen as an indicator to mention that complexity level of the project 
makes a difference in the management of project (Baccarini, 1996). On the word of Baccarini, project complexity 
can be defined as “consisting of many varied interrelated parts and can be operationalized in terms of 
differentiation and interdependency” (Baccarini, 1996). Turner, Geraldi and Müller’s review about project 
complexity defines how it has been characterised through the history. We can see that the understanding of what is 
complex has changed in the course of time. In the 1960’ies complexity may refer to “large number of variables” 
(Ashby, 1957) and through 20th century it is “lack of clarity” (Reither, 1997)
Numerous definitions say that complexity is relative and can be changed by time and perspective 
(Remington et al., 2009). If we go back to the relationship between the complexity of the project and the leadership 
approach used on different complexity levels, it is again needed to underline the fact that there is a relationship 
between the leadership style of the project manager and the complexity of the project (Müller et al., 2007). Again 
most of the researchers dealing with complexity, even though they also use the name “behavioural complexity”, 
hardly focus on behavioural complexity in projects and leadership. In this research, the word “complexity” refers 
mainly to behavioural complexity that arrives from creative personality. Even though the first assumption that 
occurred to the researcher about artist having complex behaviour was not academic but empirical, thorough 
literature search in related fields showed that his thoughts were not in the wrong direction. In his works about
creative personalities, Hungarian psychology scholar and the name father of flow psychology, Mihaly 
Csikszentmihalyi (1996) names creative personalities as complex personalities. This creates complexity within the 
projects they are involved in. According to Csikszentmihalyi:  
“Complexity is the result of two broad psychological processes: differentiation and integration. 
Differentiation implies a movement toward uniqueness, toward separating oneself from others. Integration 
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refers to its opposite: a union with other people, with ideas and entities beyond the self. A complex self is 
one that succeeds in combining these opposite tendencies.”(Csikszentmihalyi, 1992) 
As Davis and Scase underline, the word “freelance” is frequently associated with artists such as writers, 
dancers, actors who work beyond the limits of regular employment status so the freedom is seen as a necessary 
prerequisite for creativity because such activity can never be precisely defined and measured, but management, on 
the other hand, is regarded as a mechanism of control and such mechanisms inevitably restrict the capacity for an 
individual choice (Davis & Scase, 2000). In Torr Gordon’s words: “the truth is creative people are different from 
other people, special, for better, for worse in a way that we are only beginning to understand” (Gordon, 2008:14). 
According to the nature of art and creativity, especially in dance, a dancer has more individual and free character 
than any other project member in business life. Based on this assumption, it is hypothesized that in dance creating 
projects, choreographers have to have a different leadership style to lead dancers, just like a herdsman trying to 
herd cats. As Byrnes mentioned, trying to run arts organizations just like any other business could cause a disaster. 
(Byrnes, 2003: 138)  
2.5. Culture 
The focus in culture is not only culture as nationalities but also occupational and organizational culture. 
If we talk about human beings and human behaviour, we have to consider the effect of culture that people are part 
of. Culture itself has been shown to be the primary differentiator when we consider “What is leadership?” (Hunt, 
1991). Similarly Turner (1999) proposes that at different phases of a project life cycle, different cultural styles lead 
to better performance. In his further research with Müller (Turner & Müller, 2005) they show the correlation 
between cultural references of project managers and their performance in different contexts. Additionally, GLOBE
(Global Leadership and Organizational Behaviour Effectiveness) associates add a cultural perspective to 
leadership styles after their study in sixty-two cultures. They claim that leadership does exist in all societies and is 
essential for organisations in societies. On the other hand, approaches to leadership can change across cultures 
(Den Hartog et al. 1999).  In their work they consider culture as originating from nationality. Unlikely GLOBE in 
this research project, the term culture may refer to two different understandings: culture as nationality and culture 
created in dance performance organizations and working environment, in other words “the artist’s world”. 
To be able to include the cultural aspect (culture originating from nationality) to the work, first of all the 
research is held in multinational project teams. The preliminary results are derived from this perspective, as it has 
been done for the case studies observed so far. The research is held in art creating project culture and the results 
may be compared to other leadership styles that are defined for business culture. Therefore, the differences and 
similarities of these two organizational cultures are taken into account in the research process. In literature, many 
authors have written about leadership styles appropriate for multicultural projects (e.g. Björkman & Schaap 1992; 
Hofstede 1991; Selmer 2002 etc.) as both research case studies happening in multicultural project environment. 
These previous works are taken into account to draw a base line. The results of the research may find their way in 
multicultural project leadership literature.
3. Research question and hypothesis: 
As every research work, this research originates from curiosity which can be formulized as one main 
question. 
The researcher names the main research question that triggers the curiosity in the field as: 
“Do choreographers use a specific leadership style which has been already named in leadership 
literature?” 
With that questions it is aimed to prove the hypothesis of the research which can be named as H1: 
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 H1: “Choreographers have a different leadership style to cope with complexity than the leadership styles 
which are named and defined in leadership literature.” 
And as a null hypothesis: 
H0: “Choreographers do not have a different leadership style to cope with complexity than the leadership 
styles which are named and defined in leadership literature.” 
Throughout the research process the researcher will try to prove his hypothesis. If the research shows the opposite 
than the null hypothesis will be accepted as the result of the research. 
4. Methodology  
This specific research is a multidisciplinary study which keeps the human in the complex project 
environment in the centre of the research. Therefore, case study in the form of ethnographic research is decided as 
the best fitting research methodology and to gather the data, participated observation is chosen as method. This 
methodology is chosen because the case study method allows the investigator to retain holistic and meaningful 
characteristics of real life events such as individual life cycles, organisational and managerial processes and also 
ethnographic research, to investigate culture through an in-depth study of the members of this culture. 
Additionally, participant observation allows the researcher to observe the subjects in the project environment, and 
to feel and share the same culture with them. Furthermore, a topic such as leadership, which is very much related 
to characteristics and behaviour, should be researched from the closest point to the leader and followers. The 
researcher does not only observe the participants of dance performance projects but also himself as a member of 
this project environment. This observation involves watching as well as experiencing and hearing. Hence, the 
results are derived from observing others and also experiencing and observing oneself during the process. This 
approach might be named as observation of participation so that both the self and other are presented together 
within a single narrative ethnography (Tedlock, 1991).  
The researcher has chosen contemporary dance performance projects as cases to reach the data. On the 
other hand, the topic researched is related to interpersonal relations of team members such as leadership so doing 
participated observation does let the researcher get the best out of each case study. Semi structured interviews are 
also used as a supplementary data collection method to add dimensions to the researcher’s work and to minimise 
the fact of losing important moments in the process. Having interviews is also important to understand the 
relationship and communication between the choreographer and dancers as the researcher cannot be able to 
observe the moments when he is not present in private talks and interactions. 
5. Preliminary findings and results from case studies 
5.1. Case studies 
The researcher has already observed two case studies in Germany, both of which share certain similarities 
such as: were multinational and had participants from more than 10 countries. Both of them were comparably big 
size projects of more than 25 dancers and in total 30 team members. Moreover, in both projects there were no solo 
roles so all the dancers shared equality (in one of the projects there were two choreographic assistants who also 
participated in the project as dancers; and towards the end of rehearsals the choreographer decided to break the 
established equality of roles).  
On the other hand, there were some differences between the case studies which may have affected the 
leadership behaviour as well. First of all, in one of the projects the choreographer had two assistants, and in the 
other case there were no assistant choreographers. Secondly, in one case the choreographer chose all the dancers 
by himself, whereas the other choreographer did not – the dance community did the casting for him and he just 
approved their proposal. Another difference was the nationalities of the choreographers: one of them is German 
and the other is American based in Europe. There is also a gender difference. The last difference was the content of 
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the performances. One of the pieces was a somatic practice based contemporary dance performance, the other one 
was a contemporary dance performance prepared as part of a performative conference. 
 Due to ethical and confidentiality reasons the researcher will not use the actual names and all personal 
pronouns referring to the dancers and choreographers will be used as “he”. This choice is also very much related to 
the culture of dance performance projects which are by nature very intimate and private. Due to the researcher’s 
own experiences, especially dance creating processes are emotionally intense and relation-wise very close. For the 
sake of the description of the insights from now on, the researcher will be presented in the first person singular as 
“I”.   
I found a moderate participation (DeWalt et al., 1998, Schwartz, 1955) role in the projects for myself. In 
both cases, I joined the teams on the first day, followed all the rehearsals, tried to spend all the free time with the 
members of the project teams. I will now define the project team as applied for the sake of this research. We can 
define the project team as the project consisting of the choreographer, assistant choreographers, dancers, light 
designer, light technician, sound technician, music designer, production manager, documenter (in this case the 
researcher), stage photographer, and curator. They all can be named as creative personalities as they are in the 
different fields of art. Most probably the only two non-artists are the production manager and the researcher. In 
both teams my main role was to register the whole process. I was taking photos and videos of the whole process 
for the documentation purpose and part of my personal observation process which is supported by my personal 
notes. Beside the role of registering, I was also helping the choreographers as a non-artistic assistant. Additionally, 
I filmed some of the showings for the project and also filmed most of the talks between the choreographer and 
dancers during the rehearsal time in order to watch them again and make a more detailed observation.  
 During the rehearsing period and till the end of the project (the premiere) I avoided talking about 
anything related with the research topic not to influence the process. I formulated my research topic as to observe 
“the dance performance project processes”. I conducted interviews with the participants of the project only after 
the first showing and during the interviews I gave a more detailed explanation about my research.   
5.1. Preliminary findings 
5.1.1. First ideas 
The first findings about leadership styles of choreographers were very promising considering the research 
question. According to the data collected from the cases it is decided that the choreographer’s leadership style is 
very close to servant leadership but yet not 100% compatible with the characteristics of servant leadership style as 
Robert Greenleaf defined in 1970 when we consider two cases together. According to servant leadership model, 
the great leaders must first serve others and their primary motivation should be the desire to help others (Spears, 
1995:3). One of the cases is almost a perfect fit for a servant leadership definition since the choreographer puts 
himself in service to his co-workers even not calling them as dancers but co-choreographers, which are a shared 
leadership indicator, and dealing with each of them and their needs, even their personal needs. In his words from 
our interview: “my partners are more important than the performance that we are making.” To support his words I 
can give an example from the process that he led.  
After the premiere one of the dancer`s condition was not allowing him to dance as the choreographer 
expected and planned. The choreographer had several personal talks trying to understand what was going on in his 
life that was also affecting his performative abilities. He even proposed him to take a rest for the next show but the 
dancer refused and said that he could continue. It was not a physical but psychological condition. As explained 
before there was no space for solo work in any case and all the dancers were supposed to dance together as equals. 
This dancer was having difficulty in following others which caused him to be seen as a soloist, changing the whole 
image of the piece. It showed itself like this in the premiere. Personally I was thinking that the choreographer 
would take the dance out for the next show but he did not. As I learned while interviewing the choreographer, they 
had a talk with other dancers and they all decided to keep him in and risk the piece. He also mentioned that he does 
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not leave people behind. In the second showing the situation was even worse and the dancer was even more lost 
than on the first evening but they kept going with him. The choreographer personally spent time with him and tried 
to help him to overcome his issues. In the third showing I was amazed with the change in the dancer. He was no 
more an outsider but became part of the group. Then I remembered one of the characteristics of servant leadership: 
healing. In Spears` words: “Many people have broken spirits and have suffered from a variety of emotional hurts. 
Although this is a part of being human, servant-leaders recognize that they have an opportunity to help make whole 
those with whom they come in contact.” (Spears, 1995:5). This might be another way of explaining what I have 
experienced in that incident.  
In contrast, in the second case study a similar issue was solved in a different way. In that project the 
choreographer did not choose the dancers who would work with him and agreed to work with a group of dance 
students from the last year of a bachelor level dance school in Germany as part of the whole group. At the first 
meeting he realised that the students were not the last year students. They were young and talented but not as 
experienced as he expected. During the rehearsal period he worked with them, but for the sake of the performance, 
just 2 days before the performance, he made a choreographic decision to use the young students as a pack, not as 
individual dancers. As a result of my observations and interviews I realised that this decision caused a big clash for 
most of the young dancers as they felt undervalued and useless. Even some of them started to question whether the 
choreographer really needed them or not. The choreographer in this case study took the need of the performance 
above the needs of group of dancers. Yet he did not just make the decision and moved away, but personally talked 
with the dancers and explained the situation to them after having made the decision. He gave examples from his 
personal career. This decision was understood as relevant by most of the students, who were directly affected by 
the change in choreography, only sometime after the show. Even though he shared this decision with them, still it 
was a decision from top to down and they had no choice except to obey it. If the choreographer in this case had 
been asked or shared his decision before realizing it, then the whole story might have been different as the students 
might have taken part in the decision making process, not having had to obey the decision from top. Even though 
the decision was accepted by the dancers who were negatively affected by it, some of them claimed that they got 
hurt emotionally and had a hard time before they digested the decision of the choreographer. Most probably they 
would have been happy to act as a pact if they had been involved in the decision making process. Since this paper 
shows only preliminary results of the research, as a researcher and observer I still need to make more interviews to 
be able to solidify what happened in this study case. Being in the centre of the process I can say that it was a 
chaotic time for the choreographer since he also needed to deal with issues on different levels, such as light design, 
sound design, the choir, décor as well as the needs of the project sponsors and the curator of the event. Comparing 
the leadership behaviour of the choreographer in this project according to the time phases, I can say that I observed 
different styles during the process and during the last 3-4 days. In other words, this experience shows that a person 
might have more than one leadership style. The choreographer in this case moved from high concern for people 
and high concern for performance to lower concern for people and high concern for performance.  
Before the time pressure of the last 3 days, during the process he was encouraging dancers to work with 
him on the creation of the performance, inviting them to be co-creators. My observation and several interviews 
show that his intention was to create the piece with the group by using each of their proposals in his choreographic 
structure. It should not be forgotten that in both study cases the final artistic decision always belongs to the 
choreographer but according to the leadership behaviour dancers may have a chance to question it and provide 
different proposals or not. 
5.1.2. Inequality issue 
5.1.2.1. Usage of freedom 
Another important finding relates to leadership behaviour in terms of given freedom. As mentioned 
before, both pieces are meant to give equal roles to each dancer. Especially in one of the cases it was more 
important as the dancers were acting as cells of a body that gradually created organisms and organs. According to 
the dancers and choreographer of this piece, this context had a high influence on the project environment. There 
was and there could not be any hierarchy. It should be hundred per cent flat and horizontal. From my perspective 
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the choreographer did his best to create this environment for the whole process but here the perception of human 
made a difference. When we give a certain freedom of act to people, it is very normal that not everybody uses it at 
the same level. Some will stay on their personal levels and some will go and push the borders of the freedom 
given. This was what happened in that case. Some people from the performance team started to use the whole 
freedom that they had in the organizational and artistic context. This was not a problem for the choreographer as he 
provided this space for everyone, but the ones who did not use this space as others did started to feel unequal. As it 
was proved in the interviews, they perceived the situation as if the choreographer had given more space to some of 
them and less space to others. To create an image about the situation the following example might help. Imagine 
that in your company your manager says that you are allowed to work as much as you want and there is no time 
limitation to your work. Some of your colleagues continue working eight hours and do their jobs as they know but 
some others work only two or three hours a day. After sometime the ones who work eight hours start to think that 
the manager is favouring these people who are working less and letting them work only that short time. Indeed 
they also have the chance to use this rule and work less in terms of hours. 
5.1.2.2. Level of caring 
The image of inequality in the working environment appears when the leaders start to help to the one who 
needs help. As we talk about the servant leadership style, one of the most important characteristic of this leadership 
style is the caring behaviour of the leader. Especially in art creating projects as the work is directly related to the 
emotional world of the artist, time to time the choreographer has the need to show personal care to the dancers. 
This was observed in both cases on several occasions. When the choreographer shows this caring behaviour to one 
person more than others or does not show any special caring behaviour to one person, then it is very possible that 
these people who do not receive personal care or receive less than others will feel unequal in the project team and 
this feeling will directly show itself in their bodies and behaviours. One of the dancers whom I have interviewed as 
part of my research named the environment of the dance performance creation process as “emotional kindergarten” 
referring to the sensitivity and fragility of dancers. Here I would like to give another example related to this issue. 
During the rehearsals as the choreographer had some pre-images about movements or a personal aesthetic eye, 
sometimes he made some corrections of the speed, presence, size or other elements of the movement. I observed 
that if the choreographer called one person with the name and gave a negative feedback such as “X, can you do it a 
bit faster” or “X, no, it’s not what I mean, I want something much lower and slower”, then the person X may have 
been affected by it. Especially if he had heard his name several times in a row, he may have lost his contact with 
the piece and may not have worked properly any more. This happened in both case studies. Another similar 
example refers to the positive feedbacks. If Y heard that X got several positive feedbacks and Y did not get any, 
then Y may have started to suppose that the choreographer had some favouritism towards X and that Y was not 
doing well asking what Y was doing wrong. 
5.1.2.3. Cultural dimension 
In one of the cases it was observed that the group from Eastern Europe had a different perception of the 
environment than the group from Latin America. Additionally, the needs of each group showed some definite 
differences between them. One group was looking for a clear guidance whereas the other was looking for less 
clarity and more freedom. In the other case study there was no certain differentiation in between the dancers from 
different nationalities but there was a very clear difference between the dance students taking part in the project 
and numerous professional dancers. The student group, here I would like to call them as “juniors”, were very 
dependent on the choreographer looking forward to get solid directions and always behaving in the frames that the 
choreographer created. On the other hand, seniors were the opposite. The frames or rules that the choreographer 
defined were not limitations for them and they did not hesitate to extend the borders and go out of the frames. For 
seniors clear borders were threats to their creativity. On the contrary, juniors perceived borders and rules as the 
space they could not and should not go out of. This example shows the perception differences between dancers in 
the educational environment and dancers in the freelance scene.  
405 Fahri Akdemir /  Procedia - Social and Behavioral Sciences  119 ( 2014 )  397 – 406 
5.1.2.4. Summary of findings 
As a sum up for my findings for the two cases I was involved in as a team member, I have noticed the 
need of a flat organism for each case. I believe that in one of the cases the choreographer achieved that but I would 
like to underline that this is my own perception and observation. On the contrary, in the interviews several dancers 
mentioned the opposite for the very same environment due to the reasons I explain above. I have observed that the 
leadership behaviour of the choreographer may change due to the situation or the pressure level but the general aim 
is towards democratic leadership and more like a servant leader model. Cultural differences, such as different 
nationalities and coming from different living and working environments, had a certain effect on the perception of 
the followers. According to his findings and on-going literature search, the most close leadership style that fits to 
both cases could be named as a variation of servant-leadership model. The leadership needs of the environment 
tried to be solved by the choreographers in very similar leadership behaviour. Below follow some important points 
from the findings: 
• Freedom of choice 
• Personal level of interaction 
• High level of caring 
• Balancing the interest, caring, communication throughout the group 
• Participation in the decision making process 
• Empathy 
• People oriented leadership 
6. Research limitations 
This particular cross cultural research on leadership styles of choreographers in contemporary dance 
creating projects is an on-going research. The findings presented are the preliminary findings of the researcher. The 
researcher still continues his interviews and data analysis processes. The researcher’s personal background might 
be considered as a limitation for this research. As he is not a professional dancer and has not participated in dance 
projects as a dancer, his observations might be limited. The research was held only in freelance contemporary 
dance environments – the leadership behaviour of a choreographer of an established dance company working with 
dancers with an official employment status and earning a monthly salary might provide yet different outcomes  
than this research. Additionally, both case studies were relatively big projects (in terms of the number of dancers) 
whereas human interaction might be very different in small size projects, such as project for 3-4 dancers. 
According to the interviews that the researcher conducted, one common point between dancers and choreographers 
is the effect of the content of the piece on the working environment and on the leadership style. Most of the 
dancers from the case study with somatic background said that this background had a big influence on the working 
environment. If we consider this information, the research may only refer to the somatic and technical content type 
of performances. For different content type of works other studies should be conducted. 
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